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Abstract 1 
This study focuses on striving for achievement as an important antecedent forming 2 
Organizational-Based Self-Esteem (OBSE) and the relationship between achievement striving 3 
and turnover intention in the hospitality industry.  More specifically, employees with higher 4 
achievement striving traits show a stronger negative correlation between OBSE and turnover 5 
intention, through organizational commitment.  An online survey was distributed to restaurant 6 
employees; 160 valid responses were analyzed.  An analytic framework based on confirmatory 7 
factor analysis and logic regression was used to examine the hypotheses.  The results show that 8 
organizational commitment fully mediated the relationship between OBSE and turnover 9 
intention, and higher levels of individual achievement striving significantly modified the 10 
conditional indirect relationship.  The results showed that the mediation model and achievement 11 
striving strength accounted for 15.7% of the variance in turnover intention at the 50th, 75th, and 12 
90th level and was most effective for low OBSE employees.  Theoretical implications and future 13 
research are included. 14 
 15 
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Are employees with higher Organizational-Based Self-Esteem less likely to quit?  19 
A moderated mediation model 20 
1. Introduction 21 
Organizational-Based Self-Esteem (OBSE) is the degree to which an individual believes 22 
he/she is a capable, significant, and worthy member of an organization (Pierce et al., 1989).  23 
OBSE affects physical health, life satisfaction, and family/social relationships (Brough et al., 24 
2009).  Employees working in the restaurant frequent interact with customers, thus OBSE has 25 
become a subject of research among scholars as well as of interest to practitioners (Jung and 26 
Yoon, 2015; Karatepe, 2014; Suan and Nasurdin, 2014).  The research has indicated that 27 
organizational members who believe they are important and competent have lower turnover 28 
intention than employees who believe they are not important or efficient (Pierce and Gardner, 29 
2004).  This relationship between OBSE and turnover intention typically ranges between r = −.17 30 
and −.49 (Arshadi and Damiri, 2013; Bowden, 2002; Gardner and Pierce, 2001; Phillips and 31 
Hall, 2001; Riordan et al., 2001; Vecchio, 2000).   32 
Hospitality administration is multi-national in nature, so comparing the existing model 33 
across cultures could identify the boundary conditions of the model constructs and lead to a 34 
more generalizable understanding of the theory. 35 
Despite advances in our understanding that OBSE is linked with positive individual and 36 
organizational outcomes (Bakker, 2011; Bowling et al., 2010), research focusing on hospitality 37 
employees is still lacking (Lee et al., 2016).  Recently there have been more studies directed 38 
toward the identification of the boundary conditions under which OBSE develops (Gardner and 39 
Pierce, 2013), thus explore the possibility with restaurant employees can help lead towards a 40 
more generalizable understanding of the theory.  Furthermore, the direct and indirect 41 
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relationships between OBSE and turnover intention is still perplexing because of the suppression 42 
effect, where the magnitude of the relationship between the independent and dependent variable 43 
becomes larger when a third variable is included (Shrout and Bolger, 2002). 44 
Previous studies have revealed that the level of OBSE varies based on individual 45 
empowerment cognition, personality, and levels of organizational commitment (Bowen and 46 
Lawler, 1992; Hom et al., 2012; Lapointe et al., 2011; Spreitzer, 1995).  Empowerment cognition 47 
involves the perceived ability to control, be responsible for, and make decisions on work 48 
outcomes (Spreitzer, 1995).  An important personality trait for empowerment cognition is 49 
achievement striving, defined as a continuous attempt to achieve and accomplish personal and 50 
professional goals (Friedman and Ulmer, 1984).  When employees who have an achievement 51 
striving personality think they are empowered, they do have higher levels of commitment and 52 
self-esteem to perform job-related tasks (Lee et al., 1993; Schaubroeck and Williams, 1993).  For 53 
example, Hom et al. (2012) proposed the Proximal Motivational State, which describes the 54 
appropriate triggering effect to form an intention that is compatible with the motivational state at 55 
the time.  Although hospitality researchers have explored different motivational conditions, all 56 
have found different effects of mediation and moderation among different personal resources, 57 
organizational commitment, and job-related outcomes (Garg and Dhar, 2014; Jung and Yoon, 58 
2016; Karatepe, 2014, 2015; Karatepe et al., 2014; Terglav, Ruzzier and Kase, 2016; Tian et al., 59 
2014; Xu et al., 2014). Few studies have attempted simultaneous analysis of these variabiles 60 
(Preacher et al., 2007) to address the suppression effect and further advance research in the area. 61 
Recently, researchers have begun to investigate the impact of personality on the 62 
psychological well-being of employees (Jung and Yoon, 2016; Li et al., 2016; Vassou et al., 63 
2017).  Psychological well-being can be an important antecedent of employee turnover intention.  64 
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However, the restaurant industry suffers from an average turnover rate that increased from 66.7% in 65 
2014 to 72.1% in 2015 compared to a national average turnover rate of 45.9% in 2015 66 
(Department of Labor, 2016; National Restaurant Association [NRA], 2016).  Each time an 67 
employee turns over, it costs restaurant operators nearly $5,900 per employee (Jaffee, 2016; 68 
Tracey and Hinkin, 2006).  Moreover, psychological exhaustion or burnout, the opposite of 69 
psychological well-being, causes low OBSE and less organizational commitment, contributing to 70 
poor employee self-efficacy and productivity as well as turnover (Dickerson, 2009; Jauhari, 71 
2006; Lu et al., 2016).  Conversely, higher levels of psychological well-being create increased 72 
employee morale, less emotional exhaustion, and enhanced professional efficacy and 73 
productivity, thus reducing turnover (Han et al., 2016; Hancock et al., 2013; Hinkin and Tracey, 74 
2000; Jaffee, 2016; NRA, 2016; Lu and Gursoy, 2016).  However, studies of relationship 75 
between OBSE and voluntary turnover behavior within the hospitality industry are lacking (Lee 76 
et al., 2016). 77 
Despite the heavily investigated mediation and moderation effect of personality and 78 
organizational commitment within the broader business management literature, Meyer and 79 
Maltin (2010) reported conflicting evidence of the moderation effect of employee commitment 80 
on employee well-being and turnover-related behaviors.  Most research within the existing 81 
management literature has focused on either student samples (Wu and Norman, 2006; Wheeler et 82 
al., 2014) or samples limited to a single profession (Albdour and Altarawneh, 2014; Morin et al., 83 
2011).  The theoretical and practical implications of employee commitment research could be 84 
strengthened by including participants of a variety of professions (Lee et al., 2000; Marin et al., 85 
2010).  Few studies within the hospitality literature explore the moderation effect of achievement 86 
striving on employee well-being and turnover-related behaviors.  Of those studies, the findings 87 
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about the conditions of mediation and moderation remain unclear.  Thus, our study should help 88 
specify which moderation and mediation conditions of employee commitment affect the 89 
relationships between employee well-being and turnover-related behaviors (Hancock et al., 2013; 90 
Morin et al., 2015). 91 
One moderated mediation model has been developed (Edwards and Lambert, 2007; 92 
Muller et al., 2005; Preachers et al., 2007) that jointly examines organizational commitment as 93 
the mediating mechanism and achievement striving traits as the moderator, to enhance the 94 
validity and precision of the Organizational Commitment Theory for stable personality traits 95 
(Pierce et al., 1989; Pierce & Garnder, 2004).  The purpose of our study was to determine if 96 
achievement striving moderates the mediating effect of organizational commitment on the 97 
relationship between OBSE and turnover intentions and if the negative relationship between 98 
OBSE and turnover intention through organizational commitment is stronger for employees with 99 
higher achievement striving traits. 100 
 101 
2. Literature review 102 
2.1. Organizational-Based Self-Esteem (OBSE) and turnover intention 103 
For many, work and career are an important part in defining who they are, in their 104 
experience, and in their relationships with others.   Work and career affect physical well-being 105 
and psychological functioning (Diener, 1984; Ryff, 1989).  The work environment often 106 
generates perceptions of self-competence or incompetence, which are often referred to as OBSE.   107 
Derived from Coopersmith’s (1967) conceptualization of global self-esteem, OBSE is a 108 
domain-specific facet of self-esteem.  People develop domain-specific facets of self-esteem in 109 
many of life’s roles (parent, child, student, employee, etc.), which when aggregated, form 110 
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individual global self-esteem (Rosenberg et al., 1995).  Individuals with high OBSE perceive 111 
themselves as trusted, valued, and contributing members of an organization.  In addition, 112 
evidence shows that workplace well-being is shaped by intra-organizational forces and the 113 
employee’s disposition (Brough et al., 2009; Danna and Griffin, 1999).  One strong intra-114 
organizational force is organizational commitment, the focus on work and organizational 115 
conditions that promotes work-related attitudinal, motivational, and behavioral effects (Judge 116 
and Bono, 2001; Meyer et al., 2004).  Organizational conditions that promote feeling personally 117 
competent show the relationship between disposition and work-related behavior, which supports 118 
an examination of personality traits of OBSE and employee turnover intention.   119 
Tharenou and Harker (1982, 1984) suggested that employees want to do well, which is 120 
among the most consistent correlates of individual assessments of work competence and 121 
perceptions of self-worth.  Organizational members who believe they are important and 122 
contributing to the organization often develop organizational-specific self-esteem, considered a 123 
positive intra-organizational force that reduces turnover intention and voluntary turnover (Meyer 124 
et al., 2004; Pierce and Gardner, 2004).  Specifically, effectively performing a job helps to 125 
maintain high self-perceptions among employees, whereas performing a job poorly allows 126 
individuals with low self-esteem to maintain their negative self-perceptions (Judge and Bono, 127 
2001; Tett and Guterman, 2010).  Existing business literature supports a negative relationship 128 
between OBSE and voluntary turnover behavior (Arshadi and Damiri, 2013; Gardner and Pierce, 129 
2001; Lapointe et al., 2011). 130 
H1: Employee OBSE negatively predicts employee’s turnover intention. 131 
 132 
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2.2. The mediating role of organizational commitment 133 
Organizational commitment refers to an employee’s psychological attachment to an 134 
organization (Meyer and Allen, 1991; Meyer and Herscovitch, 2001).  According to Meyer and 135 
Maltin (2010), the key to higher levels of commitment is to satisfy the basic psychological needs 136 
of employees.  High commitment can be achieved by motivating employees who are predisposed 137 
to motivation but ultimately depends on creating work content that affords satisfaction and 138 
contributes to positive work esteem (Meyer and Maltin).  Moreover, individuals with high levels 139 
of OBSE hold positive images of themselves, thus bolstering their commitment to the 140 
organization (Bowling et al., 2010; Gardner and Pierce, 2016).  Previous meta-analysis 141 
combining data from 24 studies of OBSE found employees with high OBSE were strongly 142 
influenced to commit to their places of employment (Bowling et al., 2010).  Kostova et al. (1997) 143 
found that OBSE partly mediates the relationship between the perception of level of influence in 144 
an organization and employee organizational commitment.  Therefore, successful work-related 145 
experience that boosts self-esteem and bonding (i.e., positive organizational commitment) 146 
strengthens the relationship between emplyees and organization, thus leading to positive work-147 
related outcomes and the potential for reducing turnover (Gardner and Pierce, 2016; Meyer, 148 
2013). 149 
The degree to which an employee commits to an organization is associated with 150 
decreased levels of turnover intention.  Employee commitment has long been of interest to both 151 
academics and hospitality managers because of the implications for employee retention (Kim et 152 
al., 2005; Kim and Brymer, 2011; Tett and Meyer, 1993).  Kang et al. (2015) conducted a study 153 
of hospitality employees, reporting that committed employees do not leave their place of 154 
employment.  Kim et al. (2016) found a similar relationship among casino employees.  Meyer 155 
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(2014) explicitly noted that the future of commitment research should focus on the importance of 156 
human motivation and personality, specifically integrating the Organizational Commitment 157 
Theory with relative reactions to situational contents for an evidence-based model of human 158 
motivation and encouraging more advanced analytic procedures to identify moderation and 159 
mediation (Kam et al., 2013; Meyer et al., 2013).   160 
H2: Organizational commitment will mediate the effect of OBSE on turnover intention. 161 
2.3. The moderating role of achievement striving 162 
One important personality trait for restaurant employees is achievement striving (Bluen et 163 
al., 1990; Choi et al., 2014).  Achievement striving is a common trait for those with a Type A 164 
personality (characterized as an individual who is more competitive, outgoing, ambitious, 165 
impatient, and/or aggressive).  Type A personalities are consistently more committed to their 166 
organizations and are less likely to turnover (Caplan and Jones, 1975; Lee et al., 1993; 167 
Schaubroeck and Williams, 1993; Staw and Ross, 1987).  In literature on the Type A 168 
personality, in facing stress and challenge, a Type A individual with achievement striving traits 169 
often outperforms those who do not possess these traits (Aziz et al., 2007; Bluen et al., 1990; 170 
Feather and Volkmer, 1991).  Worsfold (1989) suggested that hospitality managers are more 171 
assertive, self-assured, and independent minded compared to managers in other professions.  172 
These characteristics closely resemble the profile of an individual with an achievement striving 173 
personality (Friedman and Rosenman, 1974; Matthews, 1985).  Moreover, individuals with 174 
achievement striving personalities tend to join organizations that reward competitive individual 175 
effort, to take work and life seriously, and to be hard-driving (Spence et al., 1987; Turban and 176 
Keon, 1993).  High levels of achievement striving in an employee provides stronger motivation, 177 
more satisfaction and commitment, better workgroup cohesion, more feelings of personal 178 
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success, less stress, and less turnover (Schneider, 1987; Weiner, 1994).  Thus, we suggest 179 
achievement striving is relevant to OBSE and thus the strength of any job-related behavior. 180 
H3: Achievement striving will moderate the relationship between OBSE and turnover 181 
intention; the relationship will be stronger when achievement striving traits are 182 
higher.  183 
2.4. Trait Activation Theory and moderated mediation 184 
According to the Trait Activation Theory (Tett and Guterman, 2000), personality traits 185 
are consistent within an individual and distinctly different from others in some identifiable way.  186 
The principle of trait activation formalizes the trait-situation relationship; the behavioral 187 
expression of a trait entails situational stimuli that arouse expression of that trait (Kenrick and 188 
Funder, 1988).  Furthermore, personality traits are responses to trait-relevant situational content 189 
at multiple levels (Tett and Burnmett, 2003).  Barrick and Mount’s (1991) examined 25 trait-190 
performance combinations and found that 11 out of 25 combinations accounted for 75% or more 191 
of the variance in job performance, and 17 combinations accounted for more than 50% of the 192 
variance.  Another study, conducted by Tett and Guterman (2000), found that in 50 scenarios that 193 
compared correlations between traits and their relevant situation strength.  The study with 250 194 
trait-situation combinations concluded that trait expression as intent depended on the relevance 195 
of the situation to the target trait.  Basically, the situation was the prime mover in expressing 196 
personality traits.  Despite investigating all trait-situation correlations, our focus was stable traits 197 
that predispose employee to react predictably if the trait is thematically connected to a specfic 198 
organizational theme.  Meyer et al. (2010) further explain this conceptualization by summarizing 199 
the literature on situational strength as it has been operationalized into four distinct 200 
organizational themes: (1) affective supervisory instructions: the extent to which work 201 
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instructions are available and easy to understand; (2) the extent to which work content is similar 202 
across organization areas (normative influences); (3) limits to individual freedom of decision and 203 
action as imposed externally (constraints of company policies and procedures); and (4) important 204 
positive or negative outcomes tied to particular work behaviors (turnover outcomes; 205 
Bouckenooghe et al., 2013).   206 
The dimensions of organizational commitment (affective, normative, and continuous 207 
commitment) reflect the situational strength of multi-level operationalization and form distinct 208 
themes in measurements of trait-activation and performance (Meyer et al., 2010; Meyer et al., 209 
2013; Tett et al., 2013).  These distinct theme conditions are consistent with existing 210 
understandings on the Trait Activation Theory (Christiansen and Tett, 2008; Tett et al., 2013) 211 
and the Organizational Commitment Theory (Chen et al., 2016; Judge and Ilies, 2002; Kam et 212 
al., 2013; Meyer et al., 2013; Meyer and Maltin, 2010).   213 
Although previous literature reflects how measuring personality traits can be used to 214 
predict job performance under certain conditions (e.g., Barrick & Mount, 1991; Hough, 1992; 215 
Salgado, 1997; Tett, Jackson, & Rothstein, 1991), a systematic consideration of how personality 216 
traits and situation affect behavior is lacking.  The direct application of trait-situation relevance 217 
of this study would serve as a foundation for further research into (a) identifying cues associated 218 
with the expression of particular traits; (b) trait-related cognitive sensitivity and skills mediating 219 
between perception of situation and actual performance; (c) individual differences in situation 220 
perception; (d) the conditions that affect the transparency of trait-relevant cues; and (e) the 221 
effects of competing trait-relevant cues on trait expression (Christiansen and Tett, 2008; Tett and 222 
Burnett, 2003; Tett et al., 2013). 223 
H4: Achievement striving traits will moderate the indirect effect of OBSE on turnover 224 
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intention (through organizational commitment), such that organizational commitment 225 
will mediate relationships when trait-situation relevance is high but not when it is 226 
low. 227 
 228 
3. Methodology 229 
3.1. Sample and data collection 230 
Before the pilot test, face validity was ensured using an expert panel with four members 231 
drawn from current restaurant employees and hospitality educators.  To ensure content clarity 232 
and internal reliability of the scale, an online pilot test was then conducted among 72 restaurant 233 
employees with 50 valid responses collected from Sep 20, 2016, to Sep 22, 2016.  Internal 234 
reliability was determined using Cronbach’s Alpha (> .7) (Nunnally, 1970). 235 
Data collection for the main study was conducted by an online marketing company to 236 
ensure reaching restaurant employees for all four restaurant types: quick service, fast casual, 237 
casual dining, and fine dining.  To achieve demographic diversity, employees working in 238 
different states of the U.S. were targeted to control potential common variance biases (Podsakoff 239 
et al., 2003).  Each participant was assigned an anonymous randomized code to ensure privacy 240 
and increase response rate.  Those who participated in the pilot study were excluded, and a 241 
geographic IP restriction was used to ensure no devices outside the U.S. could access the 242 
questionniare.  A two-wave data distribution method controlled for potential common methods 243 
biases (Podsakoff et al., 2003).  The first data collection period started on Oct 4, 2016, and 244 
finished on Oct 19, 2016, and yielded a total of 182 responses.  The second data distribution 245 
started on Oct 31, 2016, and finished on Nov 2, 2016, with a total of 64 responses.   246 
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Three prescreening questions and four attention check questions were embedded in the 247 
questionnaire to ensure the quality of the data and avoid fraudulent responses.  Respondents who 248 
completed less than 95% of the questionnaire and participants from any non-traditional 249 
restaurants like ice-cream shops or community delis were dropped.   250 
3.2. Measures 251 
The survey instrument for this study had four parts with a total of 53 questions; model 252 
constructs were rated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 253 
(strongly agree).  Reverse coded questions were used to improve accuracy of measurement.  254 
Organizational-Based Self-Esteem was assessed using ten items from Pierce et al.’s 255 
(1989).  Some of the items included “I am taken seriously around here” and “I am a valuable part 256 
of this place.” 257 
Organizational Commitment was measured using 21 items adapted from Allen and 258 
Meyer’s (1990) three-component multi-item scale.  The scale has been recognized as the leading 259 
model for organizational commitment, combining different components of psychological 260 
commitment to form an assessment of overall commitment (Becker, 2005; Mathieu and Zajac, 261 
1990; Meyer and Allen, 1991; Mowday et al., 1982, 2013; Weiner and Vardi, 1996).  Sample 262 
items included “This restaurant has a great deal of personal meaning for me” and “Too much in 263 
my life would be disrupted if I decided to leave this restaurant now.” 264 
Achievement striving was assessed using six items from Spence et al.’s (1989) revised 265 
Jenkins’ Activity Survey.  Some items included “My best friends or others who know me well 266 
will rate me as very active” and “I often set deadlines or quotas for myself in work or other 267 
activities.” 268 
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Turnover Intention items were measured using four items developed by Kelloway et al. 269 
(1999).  Sample items are “I am thinking about leaving this organization.” and “I am planning to 270 
look for a new job.”   271 
Participant demographic information (age, gender, and education level) and job-related 272 
information (types of restaurant, years in the industry, and job status) were also collected as 273 
control variables (Becker et al., 1996).  More detailed measurement items can be found in 274 
supplement files appendix Table 1. 275 
3.3. Scale validity and purification 276 
Maximum likelihood factor analysis using an oblique (Promax) rotation was conducted 277 
on the 43 items within the model construct scales and ensured all constructs loaded together 278 
based on eigenvalue greater than 1.0.  Items with low communalities (< .4), and significant 279 
cross-loadings (> .45; < .5) were dropped to increase accuracy of measurement (Hair et al., 280 
2010).   281 
Because of low communalities, two items in the organizational commitment scale were 282 
dropped.  These included “One of the major reasons I continue to work for this restaurant is that 283 
leaving would require considerable personal sacrifice—another restaurant may not match the 284 
overall benefits I have here,” and “Things were better in the days when people stayed in one 285 
company for most of their careers.” 286 
Five items in the organization-based self-esteem scale were dropped for significant cross-287 
loadings: “There is faith in me around here,” “I am trusted around there,” “I am helpful around 288 
here,” “I am efficient around here,” and “I am cooperative around here,” .  Two items of 289 
achievement striving were dropped for significant cross-loading: “Compared with my coworkers, 290 
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the amount of work I put forth is much more,” and “Compared with other workers, I approach 291 
work in general much more seriously”.  292 
Once changes were complete, the final questionnaire included 33 items and had a Kaiser-293 
Meyer-Olkin value of .84, with significant Bartlett’s test of Sphericity (p < .001) indicating 294 
sufficient correlations among selected variables (Hair et al., 2010; Worthington and Whittaker, 295 
2006). 296 
3.4. Data analysis 297 
Statistical analyses were conducted using IBM SPSS Statistics 21.0 and SPSS AMOS 21 298 
(IBM-SPSS Inc, Armonk, NY).  Missing data were replaced using the Hot Deck Imputation 299 
Procedure (Myers, 2011).  Age, gender, and job position were used as anchor variables in the 300 
Hot Deck Imputation.  Confirmatory factor analyses were used to establish the psychometric 301 
properties of the study scales. The goodness-of-fit of the structural regression models was 302 
evaluated using the comparative fit index (CFI) and Tucker-Lewis Index (TLI) with values of 303 
0.90 to 0.95 as indicators of a good fit (Hu and Bentler, 1999).   304 
The hypothesized moderated mediation model was tested using the PROCESS macro 305 
developed for SPSS (Hayes, 2016).  Because of restrictions in degrees of freedom, as determined 306 
by the number of observed indicators and the sample size, a latent variable approach was deemed 307 
not appropriate for testing moderated mediation.  As an alternative, PROCESS uses an ordinary 308 
least square (OLS) or logistic regression-based path analytical framework to estimate indirect 309 
effects in both unmoderated and moderated mediation models with a single or multiple mediators 310 
and moderators (Hayes, 2016).  Bootstrap estimation methods were applied for inferences on 311 
indirect effects in both unmoderated and moderated mediation models.  In small samples, the t-312 
distribution used by an OLS-regression procedure is more appropriate for deriving p-values for 313 
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regression coefficients (Hayes, 2016). 314 
 315 
4. Results 316 
4.1. Sample profile 317 
The final data set had 160 valid responses.  The sample size satisfied a post hoc sample 318 
size analysis based on fixed model linear regression with five predictors with power set at (1-β 319 
> .99), alpha (p < 0.001), and a medium effect size (d > 0.5) (Faul et al., 2007).  Participants (N = 320 
160) were approximately equally distributed between males and females with a mean age of 33.3 321 
years.  Most participants were single (44.4%) with some college credits (no degree) (47.5%), and 322 
most of the participants (31.3%) were employed in fast food restaurants full-time (71.3%).  The 323 
profiles of participants are in Table 1. 324 
Table 1 325 
Profile of respondents (N =160) 326 
 n %  n % 
Gender   Position   
Male 79 49.4 Full time 114 71.3 
Female 80 50.0 Part time 43 26.9 
Age   Restaurant type   
18 - 20 5 3.1 Fast food 50 31.3 
21 - 30 83 51.9 Fast casual 35 21.9 
31 - 40 37 23.1 Casual dining 50 31.3 
41 - 50 14 8.8 Fine dining 25 15.6 
51 - 60 15 9.4 Years working in restaurant   
> 60 5 3.1 Less than 1 year 18 11.3 
Marital Status   2 years 18 11.3 
Single 71 44.4 3 years 24 15.0 
Married 62 38.8 4 years 16 10.0 
Widowed 4 2.5 5 years 20 12.5 
Divorced/ Separated 22 13.8 6 years 15 9.4 
Education   7 years 6 3.8 
Some high school 3 1.9 8 years 10 6.3 
High school graduate 21 13.1 9 years 2 1.3 
Some college credits 76 47.5 10 years 4 2.5 
Bachelor’s degree 48 30.0 More than 10 years 27 16.9 
Graduate degree 11 6.9    
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Note: Responses may not equal 100% due to non-response to a question.  327 
 328 
4.2. Descriptive results and reliability check 329 
The construct means, standard deviations, Cronbach’s alpha, and inter-correlations for all 330 
constructs are in Table 2.  Results showed four factors with Eigenvalues over 1, explaining 331 
58.4% of the variance with good reliability scores (all greater than 0.7) (Nunnally, 1970). 332 
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 333 
Table 2 334 
Descriptive, bivariate correlations, factor structure, and reliability 335 
Constructs N Mean SD 1 2 3 4 5 
1. OBSE 160 3.91 .83 - .443*** .379*** -.306*** .858*** 
2. OgC 160 3.11 .71  - .260** -.362*** .413*** 
3. AS 160 3.96 .73   - .006 .773*** 
4. ToI 160 3.15 1.20    - -.238** 
5. OBSE X AS 160 15.70 4.88     - 
  Cronbach’s Alpha    .887 .886 .784 .924  
  Eigenvalue    2.133 14.132 1.335 4.086  
  Explained variance    5.427 39.618 2.915 10.442  
Note:  OBSE = Organizational Based Self-esteem; OgC = Organizational Commitment; AS = Achievement Striving; ToI = Turnover 336 
Intention; a = Cronbach’s Alpha; Gender 1= Male, 2 = Female; Years = Years working in the restaurant 337 
Note:  each items rated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 338 
***p < .001; **p < .01; and *p < .05 (two-tailed test). 339 
 340 
 341 
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4.3. Common methods bias 342 
Correlational marker technique with common latent factor was used to investigate 343 
potential common method variance among with the study variables (Podsakoff et al., 2003).  The 344 
Chi-square difference test comparied constraint model with marker variable (2[473] = 672.972, 345 
p < 0.0001) with the unconstraint model (2[333] = 517.415, p < 0.0001), and the results 346 
indicated no significant differences between two models (Δ2[140] = 155.56, p = 0.174).   347 
Additional Harman’s single-factor test shown all study items in a fixed one-factor 348 
unrotated factor analysis explained a total variance of 27.4%.  Therefore, both of the findings 349 
provided no indication of common method variance (Podsakoff et al., 2003).   350 
4.4. Confirmatory factor analysis (CFA) 351 
Before using the various scales for regression analyses, a confirmatory factor analysis 352 
was conducted using covariance matrix and maximum likelihood estimation to assess the 353 
discriminant validity of the substantive constructs measured in this study.  Results of the 354 
proposed six-factor structure (Affective, continuous, and normative commitment, OBSE, 355 
achievement striving, and turnover intention) demonstrated good fit with the data (2[477] = 356 
753.61, 2/df = 1.58, GFI = .80, CFI = .91, PCFI = .82, and RMSEA = .06) (Hu and Bentler, 357 
1999).  The significance of the coefficients of the paths between the predictors and the dependent 358 
variables were then examined, and the path coefficient and error variance were fixed (Hair et al., 359 
1998).  Convergent and discriminant validity for all the constructs were also assessed using 360 
Composite Reliability (CR > 0.7), Average Variance Extracted (AVE > 0.45), Maximum Shared 361 
Variance (MSV < AVE), Average Shared Variance (ASV < AVE), and square root of AVE greater 362 
than inter-construct correlations (Hair et al., 2010; Malhotra and Dash, 2011).  Taken together, 363 
the evidence supports the convergent and discriminant validity of the measurement model.  364 
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4.5. Mediation hypothesis test 365 
According to Baron and Kenny (1986), four conditions are necessary to establish 366 
mediation: (a) the independent and mediating variables should be significantly related; (b) the 367 
independent and dependent variables should be significantly related; (c) the mediator and 368 
dependent variable should be significantly related; and (d) the relationship between the 369 
independent variable and dependent variable must be nonsignificant or weaker when the 370 
mediator is added.  Results indicated that OBSE was a significant predictor of overall 371 
organizational commitment (b = .38, SE = .06, p < .001), overall organizational commitment was 372 
a significant predictor of turnover intention, (b = -.62, SE = .13, p < .001), and OBSE was a 373 
significant predictor of turnover intention, (b = -.44, SE = .11, p < .001).  Thus, result supported 374 
hypothesis 1, employee OBSE negatively predicts turnover intention.  Thus, restaurant 375 
employees with high levels of OBSE engage in fewer withdrawal behaviors (quitting, absence, 376 
tardiness) than those with lower-levels of OBSE.  These results support the basic needs outlined 377 
by Baron and Kenny (1986) for mediation hypothesis.  OBSE was no longer a significant 378 
predictor of satisfaction after controlling for the mediator (b = -.26, SE = .15, p = .09), so 379 
organizational commitment is considered as a full mediator.  OBSE accounted for 15.7% of the 380 
variance in turnover intention using the mediator compared with only 9% of the variance without 381 
mediation.  The conditional indirect effect was tested using a bootstrap estimation approach with 382 
5,000 resamples (Shrout and Bolger, 2002).  Results indicated the indirect coefficient was 383 
significant (b = -.15, SE = .06, 95% CI =.-.334, -.066).  Therefore, hypothesis 2 is supported.  384 
Turnover intention was associated with lower scores (by .33 points) as mediated by 385 
organizational commitment.  The results on mediation testing are graphically displayed in Figure 386 
1.  387 
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Fig. 1. Study model: Full organizational commitment mediation model with moderation 388 
interactions of achievement striving and OBSE (N = 160) 389 
 390 
Note: AS = Achievement Striving; OBSE = Organizational-Based Self-Esteem; ToI = Turnover Intention  391 
***p < .001; **p < .01; and *p < .05 (two-tailed test). 392 
 393 
4.6. Analyses of the moderated mediation model 394 
The mediation analysis provided evidence that OBSE had a negative indirect effect on 395 
turnover intention through organizational commitment, when OBSE was associated with lower 396 
achievement striving traits, which in turn was related to higher levels of turnover intention.  397 
When OBSE showed low achievement striving traits, organizational commitment did not seem 398 
to mediate relationships between OBSE and turnover intention.  This indicated that lower 399 
achievement striving traits indicated a weaker relationship between OBSE and turnover intention 400 
and organizational commitment had a weaker influence on turnover intention.   401 
Moderation analysis shows that OBSE’s effect on turnover intention depended on the 402 
level of achievement striving, with OBSE having a stronger effect among those with higher level 403 
achievement striving traits.  Figure 2 shows the moderating effect of achievement striving on 404 
turnover intention.  Thus, result supported the hypothesis 3. 405 
 406 
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Fig. 2. The moderating effect of achievement striving on OBSE and turnover intention with 407 
organizational commitment (N = 160) 408 
 409 
 410 
Note: AS = Achievement Striving; OBSE = Organizational-Based Self-Esteem  411 
***p < .001; **p < .01; and *p < .05 (two-tailed test). 412 
 413 
Putting these two findings together shows that mediation is moderated; the indirect effect 414 
of OBSE on turnover intention through organizational commitment depended on levels of 415 
achievement striving traits.  In such a situation, Preacher et al. (2007) recommends estimating 416 
conditional indirect effects and testing, using a bootstrap confidence interval, whether these 417 
indirect effects differ from zero at specific values of a moderator of practical or theoretical 418 
interest or relevance.  Therefore, we calculated bootstrap confidence intervals with 5,000 419 
resamples to determine the values of the moderator (i.e., achievement striving) at which the 420 
conditional indirect effect was significant.  As Table 3 shows, the indirect association between 421 
achievement striving and OBSE through organizational commitment was significant for the 50th, 422 
75th, and 90th percentile of the moderator.  Thus, the results supported hypothesis 4 and indicated 423 
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that achievement striving has moderate the indirect effect of OBSE on turnover intention 424 
(through organization comment).  Specifically, organizational commitment has mediated 425 
relationships when level of achievement striving is high but not when it is low.   426 
Table 3 427 
Conditional indirect effect of organizational commitment on OBSE through turnover 428 
intention with achievement striving as a moderator. (N =160; Bootstrap resamples = 429 
5000, Unstandardized coefficients). 430 
Predictor   b SE 95% SE 
Mediator variable model (DV = OgC) 
OBSE   .376*** .074 .231, .522 
Dependent variable model (DV = Turnover Intention) 
OgC   -.562*** .141 -.842, -.283 
OBSE   -.358** .112 -.580, -.137 
AS   .979 .139 -.139, .412 
OBSE * AS   -2.53* .147 -.662, -.081 
Conditional direct effect at different values of the moderator 
Values of the moderator b Bootstrapped SE 95% BCa CI 
10th percentile  -.002 .199 -.394, .390 
25th percentile  -.188 .143 -.471, .095 
50th percentile -.374** .111 -.593, -.155 
75th percentile -.560*** .122 -.802, -.318 
90th percentile -.653*** .143 -.935, -.371 
Index of moderated mediation -.212*** .068 -.357, -.094 
Note:  OBSE = Organizational Based Self-esteem; OgC = Organizational commitment; AS = 431 
Achievement striving; BCa CI = adjusted bootstrap confidence intervals 432 
***p < .001; **p < .01; and *p < .05. 433 
 434 
To determine whether these conditional and indirect relationships were influenced by 435 
control variables, the analyses were repeated with age, gender, managerial position, and years in 436 
the industry as covariates (Becker et al., 1996).  Although the indirect and conditional 437 
relationships were somewhat attenuated, these additional findings provided more support for 438 
significant unconditional indirect (b = -.212; 95% BCa CI = -.357, -.094) and conditional indirect 439 
associations (b = –.56; 95% BCa CI = -.802, -.318). 440 
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5. Discussion 441 
The study adopted Preacher et al.’s (2008) estimation of conditional indirect effects to 442 
examine an integrated moderated mediation model and test moderated mediation hypotheses.  443 
Our findings, using data from restaurant employees, contribute to existing knowledge in three 444 
ways.  First, the results offered support for the hypothesis that organizational commitment 445 
mediated the relationship between OBSE and turnover intention.  In conjunction with Meyer’s 446 
(2014) review, our study has broadened the current understanding of turnover intention by using 447 
the mediation model to show that organizational commitment mediates the effect of OBSE on 448 
turnover intention and that the relationship between employee OBSE and turnover intention 449 
becomes indirect when employees show psychological commitment to their employer. 450 
Second, the results offered support for the hypothesis that achievement striving 451 
moderated the relationship between OBSE and turnover intention.  This finding provides 452 
empirical evidence of Meyer and Maltin’s (2014) concern about the considerable inconsistency 453 
about the moderation effect in the relationship between employee well-being and turnover 454 
related behaviors.  This study demonstrated that achievement striving, a specific personality 455 
construct relevant to a supportive situation, accounted for the impact of employee OBSE on 456 
turnover intention, specifically that the relationship is stronger when achievement striving is 457 
higher.  As in the Trait Activation Theory (Tett and Burnett, 2003), our study results revealed 458 
operationalization of achievement striving and its systematic conditions to form situation 459 
affected behaviors.   460 
Finally, the analyses of integrated moderated mediation demonstrate general support for 461 
the hypothesis that achievement striving traits moderate the indirect effect of OBSE on turnover 462 
intention (through organizational commitment), specifically that organizational commitment 463 
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mediates these relationships when situational trait relevance is high.  Our results demonstrated 464 
the generalized effect of full commitment on employee OBSE.  The results address the missing 465 
role of context in the Trait Activation Theory, especially between the operationalized 466 
organizational commitment condition and specific achievement striving traits.   467 
In combination with the Trait Activation Theory, this study shows that high levels of 468 
achievement striving bolstered the relationships among OBSE, organizational commitment, and 469 
turnover intention through a link between achievement striving traits and individual OBSE.  470 
Therefore, we have extended the understanding that employees with strong achievement striving 471 
traits have a positive impact on OBSE and motivation level (e.g., Gardner and Pierce, 2016; 472 
Pierce and Gardner, 2004; Yang et al., 2016).  Notably, achievement striving affects work 473 
behavior more strongly at the 50th, 75th, and 90th percentiles.  Therefore, higher levels of 474 
achievement striving (> 50%) significantly improved evidence of mediation.  Overall, our results 475 
provided more empirical evidence for future discussions of proximal motivation mediators (Hom 476 
et al., 2012) in organizational content.  477 
5.1. Theoretical implications 478 
Many studies have focused on turnover intention among hospitality employees (e.g., Tsui 479 
et al., 2013; Yang et al., 2016).  Fewer studies have discussed how to promote OBSE with 480 
hospitality employee (Jung and Yoon, 2015; Karatepe, 2014; Suan and Nasurdin, 2014).  The 481 
discussion about OBSE within the restaurant industry is rare.  Especially, the proximal 482 
motivational mediators and conditional effects, moderated mediation or mediated moderation, 483 
remain ambiguous for the relationship among OBSE, employee personality, strength of 484 
condition, and turnover intention.  In this study, we identified the full mediation effect of 485 
organizational commitment between employee work related self-esteem and turnover intention.  486 
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Moreover, our model narrowed down which facets of OBSE affected the mediation model and 487 
identified what achievement striving strength levels moderated the indirect effect in the 488 
mediation model.  Study findings extend our understanding of how specific traits and job 489 
situation are related to one another in the Organizational Commitment Theory (Aziz et al., 2007; 490 
Lee et al., 2016; Lu et al., 2016).  Employee well-being and turnover intention is affected by 491 
achievement striving personality traits, which are important conditional moderators of OBSE and 492 
turnover behavior.   493 
5.2. Practical implications 494 
Managers in the hospitality industry often must cope with employee tardiness, 495 
absenteeism, and turnover, all of which are highly disruptive and expensive for managers and the 496 
organization (Jaffee, 2016; Tracey and Hinkin, 2006).  Employees suffering from low levels of 497 
OBSE often avoid participating out of a fear of failure, thus shirking their opportunities for 498 
success, and further eroding their sense of self-worth.  Our research argues that high levels of 499 
achievement striving at work can motivate employees, boosting their OBSE when organizational 500 
conditions are favorable.  Our results show that restaurant employees with high levels of OBSE 501 
engage in fewer withdrawal behaviors (quitting, absence, tardiness) than their low-level OBSE 502 
counterparts.  Managers who provide employees with more guidance on expressing and adopting 503 
achievement striving traits may see some improvement in less desirable behaviors.  Previous 504 
research has linked workplace self-esteem to workplace wellbeing (Brough et al., 2009; Danna 505 
and Griffin, 1999).  Managers can provide employees with enriched work that are meaningful 506 
and challenging, provide praise when they have done well, and give constructive criticism if 507 
necessary.  Meanwhile, organizations can reduce turnover intention and voluntary turnover by 508 
providing relevant training programs that can help employees develop knowledge and skills that 509 
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help them succeed at jobs, thus boosting their OBSE (Pierce and Gardner, 2004).  Our results 510 
indicate that good organizations have employees with high OBSE, high organizational bonding, 511 
and high level of achievement striving.  Practically, managers can help employees adopt an 512 
achievement striving mentality to achieve their work-related goals and satisfaction.  These 513 
mentalities offer clear courses of action for organizations and managers to increase employee 514 
self-esteem.  For example, managers can place a greater emphasis on employee attitude by 515 
showing stronger motivation towards the current goal, emphasizing the function of tasks within 516 
the larger organization, provide feedback of better workgroup cohesion, and more feelings of 517 
personal success.  Encouraging and maintain high levels of self-esteem among employees 518 
ultimately help the organization reduce turnover intentions.  An analogy could be maintaining a 519 
campfire by first adding shavings, then kindling, and then wood until the fire burns hot: 520 
managers help employees use habitual striving behavior by coaching them, starting small and 521 
gradually working toward higher work-based self-esteem level while achieving larger 522 
organizational goals.   523 
 524 
5.3. Limitations and future research 525 
This study has several limitations that must be acknowledged.  First, the data were 526 
collected with small sample size using only English-language survey, which may not fully reflect 527 
the demographic and sociographic population of restaurant employees in the United States.  528 
Future research should include replication studies to verify and confirm our results using a larger 529 
sample size with a variety of minority groups.  The online survey used self-reported data in a 530 
cross-sectional design, although we controlled for common method biases through statistics and 531 
procedure remedies, there could be potentially common latent variables present among all 532 
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restaurant employees.  Our findings are specific only to restaurant operations.  Generalization of 533 
the results to other occupations should be approached with caution.  Future research could focus 534 
on cross-occupation comparisons to form more broadly useful models.  Hospitality 535 
administration is multi-national in nature, so comparing the existing model across cultures could 536 
identify the boundary conditions of the model constructs and lead to a more generalizable 537 
understanding of the theory.  Although the literature suggests that achievement striving is a 538 
personality trait predominantly related with Type A behaviors (Feather and Volkmer, 1991), it 539 
is conceivable that other personality traits could potentially mediate between OBSE and 540 
turnover behavior.  Shortcomings in recent meta-analysis and parsimonious taxonomy within 541 
the hospitality literature means our study is constrained by the constructs in the literature that 542 
limit the potential for generalizability.  Finally, although authors adopted procedures to control 543 
common methods biases, given the cross-sectional nature of this study, study results should be 544 
interpreted with caution.   545 
6. References 546 
Albdour, A.A.. Altarawneh, I.I. 2014. Employee engagement and organizational commitment: 547 
Evidence from Jordan. Int. J. Bus. 19 (2), 192. 548 
Allen, N.J., Meyer, J.P. 1990. The measurement and antecedents of affective, continuance, and 549 
normative commitment to the organization. J. Occup. Organ. Psychol. 63, 1–18. 550 
Allen, N.J., Meyer, J.P. 1996. Affective, continuance, and normative commitment to the 551 
organization: An examination of construct validity. J. Vocat. Behav. 49, 252–276. 552 
Arshadi, N., Damiri, H. 2013. The relationship of job stress with turnover intention and job 553 
performance: Moderating role of OBSE. Procedia. Soc. Behav. Sci. 84, 706-710. 554 
Aziz, A., Goldman, H.M., Olsen, N. 2007. Facets of Type A personality and pay increase among 555 
the employees of fast food restaurants. Int. J. Hosp. Manag. 26 (3), 754-758. 556 
Bakker, A., 2011. An Evidence-Based Model of Work Engagement. Curr. Dir. Psychol. Sci. 20, 557 
265–269. doi:10.1177/0963721411414534 558 
Becker, T.E. 2005. Development and validation of a situational judgment test of employee 559 
integrity. Int. J. Select. Assess. 13 (3), 225-232. 560 
Becker, T.E., Billings, R.S., Eveleth, D.M., Gilbert, N.L. 1996. Foci and bases of employee 561 
commitment: Implications for job performance. Acad. Manage. J. 39 (2), 464-482. 562 
       
28 
 
Bluen, S.D., Barling, J., Burns, W. 1990. Predicting sales performance, job satisfaction, and 563 
depression by using the Achievement Strivings and Impatience-Irritability dimensions of 564 
Type A behavior. J. Appl. Psychol. 75 (2), 212. 565 
Bowden, T. 2002. An investigation into psychological predictors of work family conflict and 566 
turnover intention in an organizational context. Canterbury, UK: University of Kent. 567 
Brough, P., O’Driscoll, M., Kallilath, T., Cooper, C.L., Poelmans, S. A.Y. 2009. Workplace 568 
psychological health: Current research and practice. Cheltenham, UK: Edward Elgar. 569 
Bouckenooghe, D., Raja, U., Butt, A.N. 2013. Combined effects of positive and negative 570 
affectivity and job satisfaction on job performance and turnover intentions. J. 571 
Psychol, 147 (2), 105-123. 572 
Bowling, N.A, Eschleman, K.J., Qiang, W., Kirkendall, C., Alarcon, G., 2010. A meta-analysis of 573 
the predictors and consequences of organization-based self-esteem. J. Occup. Organ. 574 
Psychol. 83, 601–626. doi:10.1348/096317909x454382 575 
Caplan, R.D., Jones, K.W. 1975. Effects of work load, role ambiguity, and type A personality on 576 
anxiety, depression, and heart rate. J. Appl. Psychol. 60 (6), 713. 577 
Chen, M., Lyu, Y., Li, Y., Zhou, X., Li, W. 2016. The impact of high-commitment HR practices 578 
on hotel employees’ proactive customer service performance. Cornell. Hosp. Q. doi: 579 
10.1177/1938965516649053 580 
Choi, C.H., Kim, T.T., Lee, G., Lee, S.K. 2014. Testing the stressor–strain–outcome model of 581 
customer-related social stressors in predicting emotional exhaustion, customer orientation 582 
and service recovery performance. Int. J. Hosp. Manag. 36, 272-285. 583 
Danna, K., Griffin, R.W. 1999. Health and well-being in the workplace: A review and synthesis 584 
of the literature. J. Manage. 25, 357–384. doi:10.1177/014920639902500305 585 
Dickerson, J. P. 2009. The realistic preview may not yield career satisfaction. Int. J. Hosp. 586 
Manag. 28(2), 297-299. 587 
Diener, E. 1984. Subjective well-being. Psychol. Bull. 95, 542–575. doi:10.1037/0033-588 
2909.95.3.542 589 
Faul, F., Erdfelder, E., Lang, A.G., Buchner, A. 2007. G*Power 3: A flexible statistical power 590 
analysis program for the social, behavioral, and biomedical sciences. Behav. 591 
Res. Methods. 39, 175-191. 592 
Feather, N.T., Volkmer, R.E. 1991. Task preference in relation to achievement striving and 593 
impatience-irritability components of Type A behaviour. Aust. J. Psychol. 43 (1), 23-27. 594 
Friedman, M., Ulmer, D. 1984. Treating Type A Behavior and Your Heart. New York: Fawcett 595 
Gardner, D.G., Pierce, J.L. 2001. Self-esteem and self-efficacy within the organizational context: 596 
Areplication. J. Manage. Syst. 13 (4), 31–48. 597 
Gardner, D.G., Pierce, J.L. 2013. Focus of attention at work and organization-based self-598 
esteem. J. Manage. Psychol. 28 (2), 110-132. 599 
Gardner, D.G., Pierce, J.L. 2016. Organization-based self-esteem: Making a difference at work. 600 
Leading The Positive Organization: Actions, Tools, and Processes. New York, NY: 601 
Business Expert Press. 602 
Garg, S., Dhar, R.L. 2014. Effects of stress, LMX and perceived organizational support on 603 
service quality: Mediating effects of organizational commitment. J. Hosp. Tour. Manag. 604 
21, 64-75. 605 
Hair, J.F., Anderson, R.E., Babin, B.J., Black, W.C. 2010. Multivariate data analysis: A global 606 
perspective. Upper Saddle River, NJ: Pearson. 607 
       
29 
 
Hair, J., Black, W., Babin, B., Anderson, R. 2010. Multivariate data analysis (7th ed.): Upper 608 
Saddle River, NJ: Prentice-Hall, Inc. 609 
Han, S.J., Bonn, M.A., Cho, M., 2016. The relationship between customer incivility, restaurant 610 
frontline service employee burnout and turnover intention. Int. J. Hosp. Manag. 52, 97-611 
106. 612 
Hancock, J.I., Allen, D.G., Bosco, F.A., McDaniel, K.R., Pierce, C.A., 2013. Meta-analytic 613 
review of employee turnover as a predictor of firm performance. J. Manage. 39 (3), 573-614 
603. 615 
Hayes, A.F. 2016. Introduction to mediation, moderation, and conditional process analysis: A 616 
regression-based approach. New York, NY: Guilford Press. 617 
Hinkin, T. R., Tracey, J. B., 2000. The cost of turnover: Putting a price on the learning curve. The 618 
Cornell. Hosp. Q. 41 (3), 144-21. 619 
Hom, P.W., Mitchell, T.R., Lee, T.W., Griffeth, R.W., 2012. Reviewing employee turnover: 620 
focusing on proximal withdrawal states and an expanded criterion. Psychol. Bull. 138 (5), 621 
831. 622 
Hu, L., Bentler, P.M., 1999. "Cutoff Criteria for Fit Indexes in Covariance Structure Analysis: 623 
Conventional Criteria Versus New Alternatives" Structural Equation Modelling 6 (1), pp. 624 
1-55.  625 
Jaffee, A.I. 2016., May. The real cost of restaurant staff turnover: $146,600/Annually. The Rail. 626 
Retrieved from: http://www.therail.media/stories/2016/3/17/hidden-costs-restaurant-staff-627 
turnover 628 
Jauhari, V., 2006. Competencies for a career in the hospitality industry: an Indian 629 
perspective. Int. J. Contemp. Hosp. M. 18 (2), 123-134. 630 
Judge, T.A., Bono, J.E. 2001. Relationship of core self- evaluations traits – self-esteem, 631 
generalized self-efficacy, locus of control, and emotional stability – with job satisfaction 632 
and job performance: A meta-analysis. J. Appl. Psychol. 86 (1), 80–92. doi:10.1037/0021-633 
9010.86.1.80 634 
Jung, H.S., Yoon, H.H. 2016. What does work meaning to hospitality employees? The effects of 635 
meaningful work on employees’ organizational commitment: The mediating role of job 636 
engagement. Int. J. Hosp. Manag. 53, 59-68. 637 
Kam, C., Morin, J.S., Meyer, J.P., Topolnytsky, L., 2013. Are commitment profiles stable and 638 
predictable? A latent transition analysis. J. Manage. 42 (6), 1462-1490. 639 
doi:10.1177/0149206313503010 640 
Kang, H., Gatling, A., Kim, J., 2015. The Impact of Supervisory Support on Organizational 641 
Commitment, Career Satisfaction, and Turnover Intention for Hospitality Frontline 642 
Employees. J. Hum. Resour. Hosp. Tour. 14 (1), 68-89. 643 
doi:10.1080/15332845.2014.904176 644 
Karatepe, O.M., 2014. Hope, work engagement, and organizationally valued performance 645 
outcomes: an empirical study in the hotel industry. J. Hosp. Mark. Manag.  23 (6), 678-646 
698. 647 
Karatepe, O.M., 2015. Do personal resources mediate the effect of perceived organizational 648 
support on emotional exhaustion and job outcomes? Int. J. Contemp. Hosp. M. 27 (1), 4-649 
26. 650 
Kenrick, D.T., Funder, D.C., 1988. Profiting from controversy: Lessons from the person-situation 651 
debate. Am. Psychol. 43 (1), 23. 652 
       
30 
 
Kim, J.S., Song, H.J., Lee, C.K., 2016. Effects of corporate social responsibility and internal 653 
marketing on organizational commitment and turnover intentions. Int. J. Hosp. Manag. 654 
55, 25-32. doi:10.1016/j.ijhm.2016.02.007 655 
Kostova, T., Latham, M.E., Cummings, L.L., Hollingworth, D., 1997. Organization-based self-656 
esteem: Theoretical and empirical analyses of mediated and moderated effects on 657 
organizational commitment. Working paper, Carlson School of Management, University 658 
of Minnesota, Minneapolis. 659 
Lapointe, É., Vandenberghe, C., Panaccio, A., 2011. Organizational commitment, organization-660 
based self-esteem, emotional exhaustion and turnover: A conservation of resources 661 
perspective. Hum. Relat. 64 (12), 1609-1631. 662 
Lee, C., Ashford, S.J., Jamieson, L.F., 1993. The effects of Type A behavior dimensions and 663 
optimism on coping strategy, health, and performance. J. Organ. Behav. 14 (2), 143-157. 664 
Lee, K., Carswell, J.J., Allen, N.J., 2000. A meta-analytic review of occupational commitment: 665 
Relations with person- and work-related variables. J. Appl. Psychol. 85: 799-811. 666 
Lee, K.H., Choo, S.W., Hyun, S.S., 2016. Effects of recovery experiences on hotel employees’ 667 
subjective well-being. Int. J. Hosp. Manag. 52, 1-12. 668 
Li, J.J., Wong, I.A., Kim, W.G., 2016. Effects of psychological contract breach on attitudes and 669 
performance: The moderating role of competitive climate. Int. J. Hosp. Manag. 55, 1-10. 670 
Lu, A.C.C., Gursoy, D., 2016. Impact of job burnout on satisfaction and turnover intention: do 671 
generational differences matter?. J. Hosp. Tour. R. 40 (2), 210-235. 672 
Lu, L., Lu, A.C.C., Gursoy, D., Neale, N. R., 2016. Work engagement, job satisfaction, and 673 
turnover intentions: A comparison between supervisors and line-level employees. Int. J. 674 
Contemp. Hosp. M. 28 (4), 737-761. 675 
Malhotra N.K., Dash S., 2011. Marketing Research an Applied Orientation. London: Pearson 676 
Publishing. 677 
Mathieu, J.E., Zajac, D.M., 1990. A review and meta-analysis of the antecedents, correlates, and 678 
consequences of organizational commitment. Psychol. Bull. 108 (2), 171. 679 
Meyer, J.P. 2014. Employee commitment, motivation, and engagement: Exploring the links. The 680 
Oxford Handbook of work engagement, motivation, and self-determination theory, 33-49. 681 
Meyer, J.P., Allen, N.J., 1991. A three-component conceptualization of organizational 682 
commitment. Hum. Resour. Manage. R. 1, 61–89. 683 
Meyer, J.P., Allen, N.J., Gellatly, I.R., 1990. Affective and continuance commitment to the 684 
organization: Evaluation of measures and analysis of concurrent and time-lagged 685 
relations. J. Appl. Psychol. 75, 710–720. 686 
Meyer, J.P., Becker, T.E., Vandenberghe, C., 2004. Employee Commitment and Motivation: A 687 
Conceptual Analysis and Integrative Model. J. Appl. Psychol. 89 (6), 991-1007. 688 
doi:10.1037/0021-9010.89.6.991  689 
Meyer, J.P., Herscovitch, L., 2001. Commitment in the workplace: Toward a general model. 690 
Hum. Resour. Manage. R. 11, 299–326. 691 
Meyer, J.P., Maltin, E.R., 2010. Employee commitment and well-being: A critical review, 692 
theoretical framework and research agenda. J. Vocat. Behav. 77 (2), 323-337. 693 
Meyer, J.P., Stanley, L.J., Vandenberg, R.J., 2013. A person-centered approach to the study of 694 
commitment. Hum. Resour. Manage. R. 23 (2), 190–202. 695 
doi.org:10.1016/j.hrmr.2012.07.007 696 
Morin, A.J., Meyer, J.P., McInerney, D.M., Marsh, H.W., Ganotice, F.A., 2015. Profiles of dual 697 
       
31 
 
commitment to the occupation and organization: Relations to well-being and turnover 698 
intentions. Asia. Pac. J. Manag. 32 (3), 717-744. 699 
Morin, A.J., Morizot, J., Boudrias, J.S., Madore, I. 2011. A multifoci person-centered perspective 700 
on workplace affective commitment: A latent profile/factor mixture analysis. Organ. Res. 701 
Methods. 14 (1), 58-90. 702 
Mowday, R.T., Porter, L.W., Steers, R.M., 1982. Employee-organization linkage. The psychology 703 
of commitment absenteism, and turn over. London, UK: Academic Press Inc.  704 
Mowday, R.T., Porter, L.W., Steers, R.M., 2013. Employee-organization linkages: The 705 
psychology of commitment, absenteeism, and turnover. New York: Academic press. 706 
Myers, T.A., 2011. Goodbye, listwise deletion: Presenting hot deck imputation as an easy and 707 
effective tool for handling missing data. Commun. Methods. Meas. 5, 297–310 708 
Nunnally, J.C., 1970. Introduction to psychological measurement. New York: McGraw-Hill 709 
Phillips, G.M., Hall, R.J. 2001. Perceived organizational support: The mediating role of self-710 
structures. San Diego, CA: Annual conference of the Society for Industrial and 711 
Organizational Psychology. 712 
Pierce, J.L., Gardner, D.G., 2004. Self-esteem within the work and organizational context: A 713 
review of the organization-based self-esteem literature. J. Manage. 30 (5), 591-622. 714 
Pierce, J.L., Gardner, D.G., Cummings, L.L., Dunham, R.B., 1989. Organization-based self-715 
esteem: Construct definition, measurement, and validation. Acad. Manage. J. 32 (3), 622-716 
648. 717 
Pierce, J.L., Kostova, T., Dirks, K.T., 2001. Toward a theory of psychological ownership in 718 
organizations. Acad. Manage. Rev. 26 (2), 298-310. 719 
Preacher, K.J., Hayes, A.F., 2008. Asymptotic and resampling strategies for assessing and 720 
comparing indirect effects in multiple mediator models. Behav. Res. Methods. 40, 879–721 
891. doi:10.3758/ BRM.40.3.879  722 
Preacher, K.J., Rucker, D.D., Hayes, A.F., 2007. Addressing moderated mediation hypotheses: 723 
Theory, methods, and prescriptions. Multivariate. Behav. Res. 42, 185–227. doi:10.1080/ 724 
00273170701341316 725 
Schaubroeck, J., Williams, S., 1993. Type A behavior pattern and escalating commitment. J. 726 
Appl. Psychol. 78 (5), 862. 727 
Shrout, P.E., Bolger, N., 2002. Mediation in experimental and nonexperimental studies: New 728 
procedures and recommendations. Psychol. Methods. 7 (4), 422-445. 729 
Staw, B.M., Ross, J., 1987. Behavior in escalation situations: Antecedents, prototypes, and 730 
solutions. Res. Organ. Behav. 731 
Suan, C.L., Nasurdin, A.M., 2014. An empirical investigation into the influence of human 732 
resource management practices on work engagement: the case of customer-contact 733 
employees in Malaysia. Int. J. Cult. Tour. Hosp. Res. 8 (3), 345-360. 734 
Terglav, K., Ruzzier, M.K., Kase, R., 2016. Internal branding process: Exploring the role of 735 
mediators in top management's leadership–commitment relationship. Int. J. Hosp. 736 
Manag. 54, 1-11. 737 
Tett, R.P., Meyer, J.P., 1993. Job satisfaction, organizational commitment, turnover intention, and 738 
turnover: path analyses based on meta‐analytic findings. Pers. Psychol. 46 (2), 259-293. 739 
Tett, R.P., Burnett, D.D. 2003. A personality trait-based interactionist model of job performance. 740 
J. Appl. Psychol. 88, 500–517. doi:10.1037/0021-9010.88.3.500 741 
Tett, R.P., Guterman, H.A. 2000. Situation trait relevance, trait expression, and cross-situational 742 
       
32 
 
consistency: Testing a principle of trait activation. J. Res. Pers. 34, 397–423. 743 
doi:10.1006/jrpe.2000.2292 744 
Tharenou, P., Harker, P. 1982. Organizational correlates of employee self-esteem. J. Appl. 745 
Psychol. 67, 797–805. 746 
Tharenou, P., Harker, P. 1984. Moderating influence of self-esteem on relationships between job 747 
complexity, performance, and satisfaction. J. Appl. Psychol. 69, 623–632. 748 
Tian, Q., Zhang, L., Zou, W., 2014. Job insecurity and counterproductive behavior of casino 749 
dealers–the mediating role of affective commitment and moderating role of supervisor 750 
support. Int. J. Hosp. Manag. 40, 29-36. 751 
Tracey, J.B., Hinkin, T.R., 2006. The costs of employee turnover: When the devil is in the details. 752 
Cornell. Hosp. Rep. 6 (15), 6-13. 753 
Tsui, P.L., Lin, Y.S., Yu, T.H., 2013. The influence of psychological contract and organizational 754 
commitment on hospitality employee performance. Soc. Behav. Pers. 41 (3), 443-452. 755 
Riordan, C.M., Weatherly, E.W., Vandenberg, R. J., Self, R.M. 2001. The effects of pre-entry 756 
experiences and socialization tactics on newcomer attitudes and turnover. J. Manage. 757 
Issues. 13 (2), 159–177. 758 
Rosenberg, M., Schooler, C., Schoenbach, C., Rosenberg, F., 1995. Global self-esteem and 759 
specific self-esteem: Different concepts, different outcomes. Am. Social. Rev., 141-156. 760 
Ryff, C.D., 1989. Happiness is everything, or is it? Explorations on the meaning of psychological 761 
well-being. J. Pers. Soc. Psychol. 57, 1069– 1081. doi:10.1037/0022-3514.57.6.1069 762 
Vardi, Y., Wiener, Y., 1996. Misbehavior in organizations: A motivational 763 
framework. Organization Science, 7 (2), 151-165. 764 
Vassou, M.C., Zopiatis, A., Theocharous, A.L., 2017. Intercultural workplace relationships in the 765 
hospitality industry: Beyond the tip of the iceberg. Int. J. Hosp. Manag. 61, 14-25. 766 
Vecchio, R.P. 2000. Negative emotion in the workplace: Employee jealousy and envy. Int. J. 767 
Stress. Manage. 7 (3), 161–179. 768 
Xu, S., Choi, Y., Lv, Q., 2014. Subjective Well-Being, Work Motivation and Organizational 769 
Commitment of Chinese Hotel Frontline Employees: A Moderated Mediation 770 
Study. Tour. Res. Hosp. 771 
Weiner, B., 1979. A theory of motivation for some classroom experiences. J. Educ. Psychol. 71 772 
(1), 3. 773 
Weiner, B., 1994. Integrating social and personal theories of achievement striving. Rev. Educ. 774 
Res. 64 (4), 557-573. 775 
Wheeler, A.R., Shanine, K.K., Leon, M.R. and Whitman, M.V. 2014. Student‐recruited samples 776 
in organizational research: A review, analysis, and guidelines for future research. J. 777 
Occup. Organ. Psych. 87 (1), 1-26. 778 
Worsfold, P., 1989. Leadership and managerial effectiveness in the hospitality industry. Int. J. 779 
Hosp. Manag. 8 (2), 145-155. 780 
Worthington, R. L., & Whittaker, T. A. 2006. Scale development research: A content analysis and 781 
recommendations for best practices. Couns. Psychol. 34 (6), 806-838. 782 
Wu, L., Norman, I.J. 2006. An investigation of job satisfaction, organizational commitment and 783 
role conflict and ambiguity in a sample of Chinese undergraduate nursing students. Nurs. 784 
Educ. Today. 26 (4), 304-314. 785 
Yang, H., Ju, Y., Lee, Y., 2016. Effects of job stress on self-esteem, job satisfaction, and turnover 786 
intention. J. Transnat’l. Manag, 21 (1), 29-39. doi:10.1080/15475778.2016.1120613 787 
       
33 
 
Copyright 2018. This manuscript version is made available under the CC-BY-NC-ND 4.0 788 
license, https://creativecommons.org/licenses/by-nc-nd/4.0/  789 
Published version available at DOI:  790 
